4 ^ i-r 1 ^^^ 



it>i / OX-*+D^o 



-* 'w^ij NAVbhA COUNSEL 

Case1:05-cv-01335-RWR Document 31-5 Filed 09/18/2007 Page 1 of 46 ^'^^ ®2/04 



IN THE UNITED STATCS DISTRICT COURT 
FOR THE DISTRICT OF COLUMBIA 



BRENDA J. LEE, 
Plaintiff 



V. 



DONALD WINTER, 
SECRETARY OF THE NAVY, 

Dfcfenrfant 



Civil Action No. 1 :05-cv-0 1335-RWR 



DECLARATrOM OF wit tjaA4 D Vfrr AtnrppTY 
I, William D. McCaflferty, declare the foUowteg to be tnie and coneci: 
1 - I am the Director of the Command Human Resources/EEO Division at the 
Naval Sea Systems Command (NAVSEA), Department of the Navy (Agency). I have 
served in this position since approximatdy May 2000. Prior to 2000, 1 held a series of 
increasingly more responsible positions in the Hnman Resources Management and 
Coiporate Management career fields. In my current capacity, I routinely advise 
management on a wide variety of persomiel laws, rules and regulations, as well 
Office of Persomiel Management, Department of Defense, Deparimeut of Navy and 
NAVSEA personnel policies and procedures. 

2. Tl»e Navy's Merit Promotion Program, contained in OCPM Instruction 
12335.1. sets forth the Navy's policy regarding competitive (U., merit) promotions. 
TTiis policy was estabUshed in November 1986 and has been in effect since that time. 

Attachment 1. h addition to Navy policy on merit promotions. NAVSEA Headquarters 
(HQ) has followed the implementing instructions of various 
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provided civilian personnel support to NAVSEA HQ. NAVSEA HQ previously received 
civilian personnel support fiom the Consolidated CiviMan Personnel Office (CCPO) in 
Crystal City, Virginia, and followed the policies and pi«cedui»s of CCPO-CC Instruction 
I23311D. Subsequently, NAVSEA HQ received civilian persoimel support from the 
Navy's Human Resources Service Center (HRSQ, Capital Region and followed HRSC 
Capital Region Instruction (HRSC-CAPINST) 12335. Although HRSC Capital Region 
was eliminated in August 200 1 , NAVSEA HQ has used HRSC-CAPIN ST 1 2335 as a 
"Standard Operating Procedure" (SOP) since that time. 

3. Under the SOP, NAVSEA HQ Directoiates and the Program Executive Offices 
(PEOs) have used merit promotion certificates for multiple selections under certain 
circranstances. In particular, after a merit promotion certificate is generated listing 
qualified candidates for one vacancy, the same certificate has been used for subsequent 
selections when the occupational series and gmfe level, the ar^ of consideration and flie 
knowledge, skills and abilities for the positions are the same; when the subsequent 
selection is made within 90 days of the issuance of the certificate; and when qualified 
candidates are stiU available for consideration. Attachment 2, section 130); Appendix A. 
4- Although in the spring and summer of 2004 Navy poUcy would have allowed a 
manager to noncompetitively promote an employee when the provisions governing an 
"accretion of duties" promotion had been met, NAVSEA HQ policy during this time 
period prohibited noncompetitive "accretion of duties^ piximotions. hi particular, on 
Maich 31, 2004, 1 attended a lunch meeting of the Business Tiansfoimation Executive 
Team (BTET) during which NA VSEA's Executive Director, Pete Brown, lenerated the 
NAVSEA HQ policy that nonoomperitive accretion promotions were not authorized. This 
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policy is documented in minutes of that meeting which were issued by Ms. BonitaFlynn, 
Deputy Commander for Corporate Operations at NAVSEA. Attachment 3, p. 2. Thus, 
even if a NAVSEA HQ employee obtained a desk audit during this time period and the 
audit concluded that the position could be classified at a higher grade, managers within 
NAVSEA HQ and PEOs were not authorized to grant a noncompetitive "accretion of 
duties" promotion to the employee. NAVSEA HQ's departure from Navy policy was 
permissible since accretion promotions are discretionaiy in the jBrst instance. 
I declare under penally of perjury that the foregoing is tiue and correct. 



'D^lte f 




WILUAM D. MCCAFFERX 
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DEPARTltf EHT GF THE NAVr 

HUMAN RESOURCES SERVICE CENTER. CAPITAL 

Nefansb Avenue Cwnptaf 

.291 dyptdtegicCounllW 
.. Wfaahlngtnn, DC JOSO^UZ 

12335 
Ser53/00-166 

08 Jim 00 
From: Director, Human Resources Service Center QIRSCX Capital 

■ . 

Sutg: IMPLEMENTATION OF MERIT PROMOTION PLAN 

End: (I) HRSC-CAPINST 12335 dtd 8 Jim 00 

1 , As you are aware* smce our staod^u]^ HRSC Capital has idied 

standard procedures contained in activities' local merit jnomotion plans for intenud reciuitmcnt 

(merit promotibn) processes. On January ] 4, 2(K>0 HRSC Capital issued a diaft plan for 

conunent All conunents received have been cohsideied and many of those suggested ccumneots 

have been Incoipoiated in this final plan. Enclosure (1) outlines the HRSC Capital Moit 

FramoticHi PlanJ Please note that the adoption of dm plan iviU apply only to ncm-bargaiiung unit ■ ^ 

employee alyour activities until such time as baiigaining can be acconqili^ 

be efifective on July 16, 2000, 

2. The DepamcientofNavy has required that aU Human lUsoun^es / 
impk^ment the use of the Standard Automated Inventory and Re&nal System (STAIRs/ The 
k^ element to tfiis new tedmology is commercial off-the-shelf ^)plicaiit referral software called 
Resumix. This system will be used to fiU positions, iM4ucb would nor^^ 

m«it promotion process. HRSC Capital serviced activities will be included mider STAIRS 
l^iased plan. Enclosure (1) higlilights any areas of merit promotion which requiie defined 
processes due to the STAIRS implementation. 

3. Where activities must baigam before implementation, wc request HROs identify 
ooveied employees. We vviU defer implemeiitatioaiimtQ bargaining obligati Our 
POC on bargaining is Stan Schoen at (202) 764-1004. 
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^iEAK M. CAZAUBgK 
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Director. HRO S/HHRO 
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TTOsc cAPiTAt- ms-ntocnoN 

From: DiiKrtor, Himm Resomees Service Center (HRSQ, Capital 
Subj: MERIT PROMOTION PLAN 

Reft (a)SCFR300 
(b)5CFR330 
(c)5CFR335 
(a;CP133S 

1. Punwse. To desoibe merit pfomotJon procedures set forth in leference (a), thro (d). 

2 Scone TlusinstnictionappUes to all activities «cei\ring staffing servte 
Canl^iHs instruction does not cover senior level positions. The pn>visions of a^cnnent or 
Si Wem negotiated labor-management agreement take precedence over tins mstrucnon for 
«S^oy«s. Demoostntion regulations may augment ttts insttucnoo. TTus n«tnKnon 
^^ST^ously issued Human Resources Office Merit Promotion Pl^^ 

3 Background. The Department ofthe Navy IpONX has lequired that all Huoi«iR«ou^ 
Ser ^^S ^ implei^^use of U« Standard Antomaledhiyento^ and R**^ Sys^ 

S^X^oD technolciy. The key element to tMs new technotegy «^f°»^*^f ^"^J 
!lS^mal soft^«»r^^^ TlussystemwiUbeusediofiUpoauonnoo^y^^ 

aHMcaninawrw i»^ ^^ iroQr Canital serviced activities will be mchided under 

throudi the merit promofUon process. HKSC capicai semeco aj" "« ^, nf ctaiRS 

^aS in a phased plan. This plan is intended to cover aUservicedacttvitics regardless of STAIRS 

impfementation stage. 

4. r,gnefal Provisions. 

a. Tl« identification, qualification, evdu^on and selection of candidate^ 
reeid to piutical, religifflis or labor organization affiliauon or non-affihanon. ™«al sto^ m^j 
X ^^tio^ oriSn, non^fisqualifying physical handicap, age or sexual onetOahon a^ d^l. 
^tCh^ on anylriterion that is not job^rekted. This agency provides r^s^We 
°!LrLSX«. to a«;iicants with disabilities. Automated tool(s) may be used to complement the 



staffing piocess ta the extent practicable 



b. Pursuant to 5 USC 7201, each activity has an obligation to ensorfc Aal it's recioitment 
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programs are designed to eliminate undeirqjreseiitotiaii of minorities and wnnum t ^ v. 

evay effort to .dentify and contact appropriate o.gau2<di<ns Dm ttfeSS^teJ^ 
mmont.es and women for vacancies for which tecrainnent is heing condactod«ZdeL »^ 

c. Svipeivisora and public ofBeials are pnliibited fiom unJciiMiiis in an •>«»». rf » 
selection procepifardative is aider considaiiion. Neiihef ^^Z^^iSKS? ?^^ 
advocate the selection of a ndative. TUs &« no, P»dudeSwtSS,CLl?^'!^ 

foremp.'iC^:^:;.'^'"'^'^'^'''''"*-^-^'''*^'^ 

■ t 

2) If a relative of the sekctjug official is ajnong the candidates oeitified ihr ^u^^a^ i. /^ 



« d 



should £ ^iir^^J?"''''^^' "? ^Pf*^ piohibM, in an cases an. Knd afstoaftm 

I 

urf,i.K 1 ^^T^^,'^^ *»»= right to fiU positidns by methods otfaerthan merit nomotion. 
^^ ^^-^^A^'^*'^ ** concmwirtly with other methodsA^mces. Other s^^ 
mclMde. selections from Office of P^onnel Management (OPM) registas, ddegated^SS^ 
the Reemployment Pnon^ List (RPL) or Department of DcfensePriority jSem^ft^TSS^ 
se^ons «^nc^petitvc candid^, wintmentrmade under Veterans ReadjusnS^^S 
(VRAX veterans Employme^Opportomty Act (VEOA), Schedules A. B or C^SteZS 
Career Tiansition Assistance Program aCTAP) or otho- appropriate authoiMcT ^ 

e. Vacancies may be postponed, canceled, expanded or filled on a tempoiaiy basis in oidcr 
tomeet st^ needs and provided merit pmmotion leqiiiiements a« met . Howe^ aqy of 4^ 
actions must be completed within the guidelines of the (PPPl ."ur**^ »"«5w 



.. ^ «u«u* a» suojeci m mandatory provisions of the PPP and any other ami 
pnonty considerstion programs. . *^^ 

■ ■ , 

programs ^vlll be miedm accordance wth applicable careerpregiam instructions. 

h. Additinnal ranirirRmrmt of negotiatad bargaimng will 1« ineoreoMtcd i* il„ merii 

5. Appendix A provides definitions for the terms used in this pli 

6. Coverage . Per reference (cX competitive procedures will be applied to covered personnel 

2 
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* 

actions as described below, unless excluded under Exceptions to Merit Staffing Procedures, 
desoibed in paragrafA 7: 



a. Promotion, reassignmeot, demotion, position changes, transfer or reinstatement to a 
posiiioii with moie poteoti^ than any posMon the employee holds c^ 
basis in the competilive service (except as permitted by reduction-in-foroe (RIF) regulations), 

b. Temporarypromotion5th2tex:i:eedl20days. (Incompu^ 
individual^Mioik»conq>etitive temporary sovice in alI.hi£fiGXgrad;:di)osMbns dnrng^^ 
preceding 12 months is counted, including details and other temporary and tenapcomoti^s)^ A 
time-Iiinited promod<»i must bti(ve a definite iuHo«£oeed date. Tune-limited promotioas need 
not be in one^-yoar incieiDents and may be extended up to a total of five year^ Extensions 

beyond Ew yaais are subject to prinr 0PM approval. Return to die position fiom wfaidi 

promoted^ or to a difTcieDt podlion of equivalent gsade and pay, are not subject to adverse action 

or RIF procedures. Atioie-Ilrnitedpionu}tioiiisnott0.bcusedasameansoftiainingor 

evalu^on of an eniployee in a higher graded position- A temporary promotion may be made f 77X 



permanent without funher competition provided it was originally made under oon^tetitive 
procedures and the &ct that it might lead to a pennanent promotion was made known to all 
potential candidiotos. 

' ' ■■ ' ' 

c. TeTTn.pmmntion& 

M 
■ V ■■ ■ ' ' 

d, Details that exceed 120 days to higher graded positions or to positions with, more 
promotion potential (^iervicc is counted toward the 120 day limitation in the same manner prescribed 
in paragjaph 6b above)L . Competitive details (regardless of grade) may be ^ctcnded up to a 
maximmn of one year* Excei^on: The maximiun is two years for derails to positions in an 
organization undergoing a commercial activities (A*76) study. 



Cfyi^ 



7, Exceptions 10 Merit StaflBng Procedures , Competitiveproccduresdonot^iply to: 

a. A promotion resulting from tiie upgrading of a position without signijicaiit chaiige in 
the duties and responsibilities due to issuance of a new classification standaid or the conection of 

classification error. 

■ . ' ■■ 

b. A position change pemiitted by reduction-m-foice procedures in CFR 351 . 

■ ■ ■. 

c^ Career promotions of employes when competition was held ai an earlier dale either 
through appointment fiom an 0PM register or throu^ internal merit promotion procedures 
(including the initial appointment of students in the Stodrat Career Experience Program and In 
the Federal Junior Fellowship Piogram)L The intent to promote must t)e made a matter of record. 

d. A promotion resulting fiom an employee's position being reclassified at a higher 
grade because of additional duties and responsibilities. 



\ 
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e. A temporaiy promotion or detail to a higher giaded position or a posftioD with known 
promotion potential of 120 days or less. ■ ^ . 

_ I 

£ Promotian, reinstatement, or tians&r to a grade pieviously held on a permanent basis 
in the competithre or ID aiH>ther merit system whfa which 0PM 

approved fiiom which an employee was separated or demoted for other Ifaan perfomutnoe or 
conduct reasons. 



/^^ Promotion, reassignment, demotion, transfer, leinstatement; or detail to a positioin 
havingpfomotion potential no greater than the potential of a position an eoq)loye6 ciKrenify 
hoids^ or prevrooEly heJd on a pemianent basis in tht competitive E«nric« ofvm ano0i« mcfft 
system with which 0PM has an interchange agreement approved. The previou^ held grade 
must not have been iost due to perfomiance or eonduet reasons. 

h- Consideration of a candidate not ^ven proper consideration in a coiiiyMtitive 
promotion action* 

i. Promotion resulting fiom successful completion of a training program fiir wfaidi the 
employee was competitively selected. 

j, TempQiaiy promotion of an employee for more than 1 20 days to a grade level 
previously held on a pemianent basis, except when the onplpyec was demoted for cause* 

k. Re-promotion to a grade or position which an employee pieviousfy held oh it 
permanent basis and was demoted without personnel caiise. 

jt L Permanent pn>mati(m to a position hejd midar temporary promotion or detail when 
originally made under competitive proceduies and possibility for pemianent action was idoitified 
in the vacancy announcement or recruitment bullediL 

m. Other exceptions as they arc incoipoiated in reference (c). 

8. Responsibilities . 

— ■ 

a. The HRSC Capital Director has the overall rcsponsibility.of establishing and 

administering a sound merit promotion program. Before a position may be filled by merit 
promotion, the PFP, and other appropnafe priority consideration programs will be applied/ 

b. Head of activities may delegate selection airthority to the lowest practicable tevd 
includii^ the immediate supervisor of die vacancy. A level of management authority higher than 
the immediate su^rvisor may assume 5elK;tion autiiority for a specific action or on a continuing 
basis at tiie discretion of Heads of activities. 

■■ ■ ' ■ ■" 

c. Managers and supervisors are accountable for fair and equitable treatment of 
promotional candidates without regard to non-merit factors; fair and open competition; and 
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evah«don and selecdoii based on kiwwledge, dolls ^^ !f,SfS^*^^^ 

™^iliw manaEers and supeivisois wiU comply with the provisions of this ptan, prompay 

candidaties. 

■ '■ ' 

A TVhen evaluation and/OTsclecdonadvisoiypands are used, membeisv^ 

the provisions of this plan. 

L JXrdiBble i S di dates nay M refeged (exctpt Hoc phcemem »f " °°W« ^^ 
S.C«.^«»yre«m^ts). Prior consid™d«. a.«*y«. wdl be «ft«d a Ihe 

a. Law, court or other regulatory agency ordered refcaal. 

■ 

■ . t 

b. Agency decision/aettlemenl between parties. 

■ + 

c Qualified emplbyeeswbo did not receive prepercoiisidentfionfo^^ 
Mgberlevd autho^^de^e™^-^^^^ 



type 



lualifii 



proper w»«™"^* i!ir~a^ against the efedWng plan; (4) i? at the same 

lanked by a subject matter "^^ ^^g^^^j^fo, vAich consideiation wis fcMt; and (5) 
^'^J^^t:^^^^^^^^^^^ Sh^epnorcoosiden^onis 

"'^ ^^r"55e,Sl^^d more than one employee be enUded to pnor oc««der»non 
®'Tc^ t^^^tion. they wiU be considered together. TTxere » no entri^mem to 
^^l^cTM^^dSZ^^ is required to show that the ^^^^^ 

consideration for placemenL 

d. Acdvity employees.^ have fully lecovered&om a job rtlatedinJBiy. 

. P^nritv Placement Program registrants in prioiities 1,2, and 3. All managers and 
- ^T^^A^P^T^piiorof which is to place employees «ho have been 

^classification of positions resulting in retained grade, etc. 

■■ 
I ■■ 

1ft M*AftH<:hfLocatinK Candidates- 



jAOQ . 



sufficient number of qualified applicants, 
K»o.«c unll not result In detenniiiing 
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objectives; the likelihood of producing sufficient high quality candidates without umeasonahly 
restricting fair and open competitioii; mfysion of new ideas and strengths into tbe oiganizalioii; 
and budgetaiy constraints ^nd cost-effectiveness. The appropriate managemoit will inake AOC 
determinations offlciaL Prior to making this determination the management official should 
discuss the appropriate AOC with their HRO specialist. The minimum AOC, for aU merit 
promotion itciiiitmcnt actions may be an approiwiate subdivision of tbe command/activity, Tlie 
AOC may be expanded if the sdecfiop oflicial does not choose to select airy of the quaUGol 
eligible, the AOC wfll be dcscnTjed geographically and organizationally; TTic duratioa of time 
for accerpting applications vdD be consistent vrith the AOC. One of the following 
desoiptive AOCs should be used* 

1. A subdivision within the activity Qntemal command higher level appmval may K^ 
lequired prior to tise of this AOC); . 

Z Activily-wide only; 
3* Command*wide only^ 

4. Department of Navy activities wifliin the commutipg area; 

5. Depardhoit of Defense activities within the commutnig area; 
6» Fedend agencies within the commuting area; 

7. Navy activities^ world-wide or nation-wide; 

8. DOD activities* world-wide ornation-wide; 

9. Federal agencies world-wide or nation-wide; or 

1 0. Other AOCs may be constructed afi a{^]iropriate 

1 1 . Non-competitrve eligible may be considered concuirentiy (i-e^ leinstatetn^ or 
transfer eUgible^TeassigimienteUgible; 30 peicemdisaMed veterans^ . 



b. Maiiagement Identificgtion of CandidatesfMIO . Where the area of en««{/t«mi«<^«» .v 
limited to a subdivtsion of tbe activi^, management may issue to aU poteidial candidates inifaac 
AOC a memorandum vfidcb iocludes infoimation on die vacancy, i,c., the tide^ sencs^ grade level 
(or equivalent) and o^amzational location of the position. Odier internal 



devices maty also be used 0.e., e-mail, daily bullietins or activity newspapeis) to inSona 
prospective candidates. The selecting official wUl designate wbat appUcation foimat; 0^ myX 
will be neeessory lo bo oonaidofod (ag^ Ptuoonol QualifieaficBS Stafement. SF-I?!, a i^amuc, ur 
any other approved fonnat). When this method is used to fin a position, die evaluatjoo and 
consideration process will be documented by the selecting official. HRSC Capital will detennine 
basic eligibility of candidates. 

■ - ' 

j/STAIItS is used then paragraph n& is ajipncaMe, 

c. Announconents . Vacancies may be publicized by a local vacancy listing or 
announconent, management memorandums, electronic web sites or other appropriate mediods. If 
paid advertisements are to be used, all cost are the responsibility of die activity. HRSC Capital 
will woik wifli activities to detennine appropriate method and lengdi of announcements in 
accordance with bargaining unit agreements. All merit promotion vacancy aimounceinents, otfaer 
than MICs, will be publicized by the HRSC Coital via applicable web pages, DASNyHROC 
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and/dr 0PM. All merit promotion vacancy announcemeiifs must be opened fer a mmimmn of 
five woikdays. 

d* Fstahli shment of Registfiis. 

■ ■ 

I 

h) Registers may b« uied vdihi similar vacancies are antipjipatied over a period of 
time and referrals throtih this process will not affect the quality of candidates available for 
selectton. Ibe lift of a register will be detennined by such fiicwis as fiequency and n™^ 
vacancies being filled. Cut-off dale(s) for acceptance and coosideialioii ( " 



registers, ^ndiich 



k^HMl-4 t 



When 



certificates are issued, the cut-ofi"date(s) for acceptance and consideratian of appUcatibQS will be 
the date die ceitificate is issued. 

+ I 

b) Under STAUtS open continuous registers wiU be estahSshed 
for popular series aud/or grade ranges where everpassOle and ^ detnonstrotedif hbiorieai 
rei^uitauHt daia. Registers opened under the STAIRS sysum wiff be maintaiued asfoOaws: 

' ■»■ ' r 

J 

% 

2) Applications remain active to the end of the sixth month from the date ofrec^ 
(e^g-f «('"'*« apptication is received on ipJS, it remains active untU 630>. Unbess an 
extension is requested through either e-mail or hardcepy a new resume must be 
submitted to be considered fw future vacancies (e-g., after 6/30 in the exan^ cited 

above)* 

2) Applications become inactive at the en^ayee's request , at the end ofOte fotfA 
month, or when an employee is seUcUdfar. a new permanent positimL. 

3) Only one active resume per candidate is permitted Each a AB£onai resume 
submitted overrides the previous* .. 

e. Absent Employee Referrals. An employee who is unable to file an applicadoa before 
the closing date of an announcement for legitimate reasons may file hisflwr appficaiion any time 
b efore the evaluation process has been completed. Lefiitimate reasons include: detail, on leave, 
training or active duty military service, or service tn public international orianizalions or on 
Intergdvemnicntal Personnel Act assignments causing the applicant to he unaUe to file during 
the announcement period. Employees that are unable to file in a timdy manner will be lequired 
to provide sufficient written verification of the absence and must file within five workdays of 
return »c paraiaiwnt job sate. 

11. Acceptance of Applications . 

a. Applications will be accepted fiotn candidates within the AOC who apply/incfaiding 
excepted service employees widi personal competitive status. Applications will only be aeoepted 
if received by the closing or cut-off date unless electronicaUy submitted or otherwise specified in 
the vacancy announcement Appbcations or resumes received eloctronicaUy must be dated no 
later than midnight on the closing date of the announcement. Applicatiohs. deUvoed to HROs 
after the closing date will not be considered- 
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b. Applicatos wU be accepted at any time torn qualified appUiants with a 

30 percent or mo« d»abl«i vetemn^. CcrtificatJon ofcUu.lnKty Aum and a3„^ 
.pntjr (,.e. a Stje Wtional RebabHitation Office, the Vetera^ AdnudstST^j; 
dcpartmeni;orapp*214)isrequired--' -^ * »««i"UH,aMii 



tit ft 



be irfened separatel/to the sel^irtbg offii^'^^i ^^^^^^^^ 
he vacancy annoUncemmt ^ 



date provided selectjOD has tut been 



required 



d. Regardless of the AOC applications will be accepted imm eligiWc qxnjses of 
relocaimg active duty mihtaiy members and DOD civiKaiB in accordance with applicable 

c. An anilication migr be rejected if it is not fix)m an appointable eandidale: is fiom a 
candidate outside tl« AOe; lacks st^ffiaW infomiation 1^^ 

fe!^!?T*' f" '"*^"*;i' infOHMtion to det««ine the announcement appKed fon contai,^ 
falsified information; an applicant does not meet time-in-grade lequirememsTM. appO^t do« 
not meet tune^er competitive a^intment requirenicnte; application is ddivdjftrough the 
U.S. mail m official govemmart "franked" envelopes or is leoeived after the closing dale of th« 
announcement "»b w«*uw 

■ 

f. Ill aU cases, amplications must show the Vacancy Amiouncemert Number iw 
^ific position for which apphcation is made and the lowest grade (or eqirivaleffi) acceptable i 
the position IS announced at multiple grade levels. If the lowest acceptable grade is noT^ 

mdi^ted, applicants will te considered only at thdrcuixeirtorthe highest^ 
qualified. A separate application must be submitted for each non-STAIRS vacancy 
aimounoement for which cansideration is sought. Applications wiU oily be refened to the 
pnmaiy vacancy aimouncemeirt listed. To receive consideration for moie than one vacancy a 
separate apphcation must be submitted for each vacancy. •^' 

i ■ 

, iw" ^^!^*^^.'''^'^^^«^""^«"™Pletencss and timely subinissioo Of K^ 
application. All apphcation documents submitted for a vacancy wiB be retained bv the HRSO 
Capital as part of the merit staffing case file. « raanea qy me hksc 

ri , '^«'>«f«'» «'rf/fr«<^« o/the Navy's Job Application Infornu^mMCiyUiam 
Ej^loyee (Job Kii).ne Job KU can be located at WH^donhr.navv.nul web siior the locat 
Human Raourca Office. A ny STAlJtSresame not in compSandMm the reauircments 
outlined in the Job Kit ^^ be retumetL ^ rc^mremena 



^^orSTAIJtSpublishedvacimciesMJtSCCop^alwmacc^resiima submitted 



8 
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through thtmvy WEb Builder which may he accessed ai vmwjtonkr,nmy^wd>«l^ and 

^Z^nmEnt envelopes wiUbe accepted as long as ih^ are m coi«pb^Mce wOkJkaJoh^ 
^^^n^R^^ submitted in the body of an e-mnl WOX be occ^ed m occorAnca 
'ZJ^jTxS^ciions. Submissiono/resuniesasane^nuUlai^n^MNOTbe 

accepted and ^0 be returned, 

L A resume wUI be stored ih STAIRS once it has been filed in respomse 1» a spei^ 
annoi^dcnt or f^ continuons register. An m^^ ^ ,*^ Jfc&Acrj-inwr «« 
ll^^te^sm^ in STAIRS. Applicants may se^-nominate to be const^^M Other 

Zl^^R^-^^trseU^-^^^^ 

(see se^-nominaHon/orm an w^donhrnm^n^mb sit^ 

12 Oualffications-CandidMes for initial rcfeirdmiist meet an 

, Li^^^Semcnts as of ibc closing date/cntHoff date(s) unless specified odien»»e m ifae 
^^^S^^^S^ ^ualification^danU aie those pwscribcd or appnnred ^OPM idu 

pcrfoimanoe on the job* 

P gp^ht^rirtn and Refenal of Candidates- 

a. Rficaidlessofthe number of candidates, evaluation procediiwa must indi^^ 

^sessrn^ mS^ "idi as experience, edpcation. twining, awards, and f™^ P^^™^ 
S^rSd^Sj^ySis to detennine pminent KSAs' to be apphed ,»ufo™iy; and ™*ide 
^SS^f ^ ^^ perfonnance appraisal to the extent that it « «l«y to Ifae pcsrtion 
£^ SS PK>^ded thesnUui^ments are met, evaluation ptocedwes ,«ed for -VJ^ 
S^ti may vaiy acconJing to the nmnber of appKcanls. t3a« of posmon an^ 

consideiatioiL 

K When there are ten or fewer qualified candidates, all candidate will be ^^^ 
^«c- d^il^^and mimmum qualification standards. TTiose who are muumally qualified wiH 

^^tltSoffidalforconside^don. T]|- «^«^« ^?^ ThS^j^^^sitio. 
•«m«!r Cauital to evahjate candidates to be refened m companson with both the positioi 

^Z^^^^^^^-^^ those Who are best qualified. However, m all^ the 
SS^^*""^ ^«^^^ *^^ *^"*^'*" "^ considenrtion process. incIodmB the reason 
for selectioo. 

c Laree numbers of candidates (over 1 5) may be reduced to more manageable levels 
through use^an abbreviated procedure such as the summary or ^^'V ^^f^' "^ 
rVmoL fiom consideiatien candidates with an amiual performanas m^^ telow &Uy 
sSSlTequivalent, if relevant to the position being fiUed. After Ous ui.lid^tq,m& Ae 
^!S^'S2S to continue tbe evaluation process would be fonnally evaluated u^ the 
^t^TeSplU. Once the evah^on is complete cut off ^r certificates -dlll^ 
d^S^iog^^ of two methods. A natural break wiH be used to detcnnme Ae ^ off 
SS^Ts^naniiai break. Ifthere is no natural break all applicants receivmg a total of 
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■■ ■" *■ 

eighty percent of the possftle score i^U be refened as best qiialified. 

Ae poriiion^ob description and i«afimm™eZS^. ' "^^ "* '^J' ««» lo 

r 

* 

sel««i.« officii . p««^ officii „ eS^^S^'^S^';^ "^ "^ 
dedg«e. selecting offldab „ ,K.t prohibited fiim^rSJ^^r^T^ »»a«e»« 

£ Ualeaa imposed by special program leqniieiuemt t« fcromaiii^m-,— 

B 1 ■ I 

g. If a panel is appointed by the selecting official to detamioe whieh diriM.-. a., 
„ saWdcd to pwtect the privacy rights of i»Kvid»d appH.«as and T^Z 



' I ^ H H iC 



Hi^intam the 



iniegnty of the ratii^ process; ^Vhenever poisiWeL panel m^h«rrh™lHTr«^ 
.r higher, g«de or «nfc as the g«de Cc. ejuivale^t)::?!"^ 

h. If a pand is not used, HRSC Capital wUI evaluate the vacawy in a«co«^ 
. appropnate genenc «ed.tmg plan, unless oth^se specified by the JeS^^^ST 

■ -1 

^ i. Competitive candidates wiU be refened alphabetically in catecoiies of -l-^ ™«i * j» 
,.„..-/. ''K'™!?''" •" »«<>^J»»y ae applications provided the selaciiiig offlcid inc|»de> ih. 

»■ ■ 1 

■• _ ' ■■ ■ 

k. Merit promotion certificates win be agned and dated by the HRSC Cro 
«I»esentativc. Certificates are valid for 90 days fiom the date is^; ho^^"^ ^^ 
be taken to make selections within 30 days. ="«»> n«wevcr, ettoits should 

I. Subsequent selections may be made fiom certificates when the area of considttation 
^d th. lowwladg^ dalle ond abilitie, ai* tl« ^„^ ii fa ^Iddn 90 days ^ fiS^^^f 
the certificate, and provided candidate(s) a« stiU available for co^Stio^ fet^««ance of 

14, Sclee tJoD, . 

,., . °- '^.'^"^^''•■'■""■MedtoaeleciaiqfceitifiedanididMeiisiiigJolMelated 
pS ''^'^ " '^'" *°° °*^ "--^ « »» -^ -^tt^^^^^ 



10 
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b. Iiiiervie%ys are at the disaetipn of the selecting official. All, sonije, or none of die 
candidates certified for considcratioii may be interviewed 

t ■ ■■ ■■ 

c. When filling supervisoiy or managerial positions, selecting officials must give, 
consitlciation to candidates' demonstzated commitment to sujipcnt EEO pioeain olqectives. 

1 . L 

]5^ R elease of Employees. Employees vvill nonnany be released wthin two to fiiur vncks fiom 
the request for the release date, in those rare instances w^Kie ttus time is not adequate, ibe 
gaining and losing supcndsor mutually agree to a dale. Employees should be released m the 

following manner: 

a. Selections to positions for pjomotion or positions with loiown pioniotional 
opportunity should be ideasedAvitMn two vreeks, except 

thaji 30 days aAer selecticML . 

b. Selections to position for reassignmeiit, demotion or details to ^ 
graded positions wiU nonnally be released within thirty days unless miinifll agraemeirt is 
between th€ releasing and gaining activity* 



:^Mi^'--<lr r— i^atc^r *'':r»i*T^^ 



c. Selections to positions located ovraseas will nonnally be rdeased within 45 days. 



± Personnel actions coveied by this instruction will nonnally be elective on Sundays. 

e. No personnel action (other than a detail) can be effective until the position to wfaicfa an- 
employee is being assigned has been classified, the candidate bas met all legal, secuiity and 
qualification requirements, and advance notification requiieinenls have been meL 



15. Disclosure of Merit Promotion Jnfonnation. UDderlhfiPrivaqr Act of 1974, an applicant is 
allowed access to any meiit promotion record identified as posonal to him or to ho^ and. to any 
other infoonation peimined to be released under the Freedom of infonnation AcL General merit 
pTomotioD infonnation may be released, per the provisions of leference (c), after the meiit 
promotion selection has been finalized At that time, infonnation is leleasable on whether an 
applicant was considered qualified, was within the group from wMcfa selection was made, who 
was seiectfi»d, how to improve, supervisory appraisal infonnation and oiber emiployce pertinent 
InfoimatiML The names of eiraluarion panel members will not be released. . 

, • ■ ■ ■ • 

All candidates must have equal access to information on merit processes and procedures, 
however, during the staffing processes, response will be provided only to questions relating to 
stafRng policy and clarification of information in the announoemait (i.e.» content of position, 
quah'ficarions, etc)- No infonnation will be provided to applicants on maxters such as tiidr 
rating and ranking, standing in relation to others, the crediting p3an, or any other information that 
would give them an unfair advantage. The fusl tuusideration given in to protection of tha. 
privacy of all candidates. Ineligible candidates will be notified as soon as poissible. 

4 

J 7^ Maintenance of Merit Promotion Records. The HRSC Capital will maintain a record of each 

■ , , 11 
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MheseI«a«L Tlerefbre, ftdp. u) l» selected film anw™ «^Z^ 
« applicable p«cedu« oudi«d Z ^^^B '**««»*«' 



Distribution:. 

Director, HRO-W 

Director, HRG NAVACAD 

Director, HRO NRL 

DSrectnr, HRO NSSC 
Director, HRO NS WC Caiderock 
Director, HRO NS WC Dahlgren 
DIiw;(or, HRO NSWC Indlau Head 
Director, HRO ONI 
Diroclor. HRO ONR 
DifMtor, HRO S/HHRO 




M.CAZAUBfN 
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APPENDIX A 
DEFINrnONS 



1 , Area of ConsidcrBtion (AOC) > The area ofconsideration is a geographic amVar 
organi^atioiial area in which the activity reasonably expects to lecniit enough high 
quality candidates fiom ydiidi to select; 

2. Candidates. 

■ ■ _ 1 

a. Qualified* Eligible promotiona] candidates >vho> by the amiOQnced dbsii^ dale; 
meet the qualification criteria published by fte Office of Pasdnnel Management (OPNQ, 

b. Best Qualified Eligible promotional candidates who aic at the top of the register 
when compared witfi all other candidates. 



c Eligible. Appoizkiable^ candidates vvho, by the announced closing date, meet leg^l 
and Tcgulatocy requirements for placement into the vacant positidn (i-e. qualfficatioiis; 
lime-iji*grade» time after competitive ag^pomtment, area of confitderstjon. etc;.) 



3« Career Ladder Position, A position which is filled throu^ competitive proocdures 
below the full-perforniance level. Employees selected for career Ja^der pdsitioiis m^. be 
promoted witfaput further competition' when they (I) meet regulatnty and qualificaticni 

and (2) demonstrate the ability to perfonn at the neact higher grade. 



•^KMII^ 



4. CarecT'Conditional Appointment . Competitive service^pemkanentappointmem of a 
person, wlio has not yet completed three years of continuous credttahle Federal service. 



5. Career Appointment Conq>eative service^ peimanent appointment given to an 

employee who has completed three years of contmuous creditable F^Jeial service. 

■ 

6. Certificate (Merit Promotion) . A list ofqualified promotional candidates, certified by 
the HRSC Coital to ibc selecting official for selectioiL At the request of the selecting 
official^ this list may inchide all qualified promotlona] candidates or be condensed to only 
those candidates determined to be ''best qualified*". 



7. Commutjpg Area . For the purpose oftfaisinstnurtion, the conunutii^ area jbr most of 
the activities serviced by HRSC Capital is defined as the District of Cohiinbia^ 
Alexandria, Fairfax and Falls Church dties; Ariington, Pair&x, Loudoun, Prince 
V^lliam, Fauquier, Staffi)fd, and King George Counties^ Virginia; and Bahimore;, 
Calvert, Charlies, Montgomny^ Anne Arundel^ Prince Geoige*s^ St Mary's» Homvd and 
Fied^ck Counties, Maiyland. A few of the outer lying activities may use a difTerent 
definition of commuting area. 
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8. Compctftive Service. An appointment or a position k the Federal Goveninicnt which 
IS not specifically excepted fiom thcCivil Service laws by Executive Older or 0PM 
regulatioiu. 

9. Competitive Status. Status obtained by an employee based on prior service iinder a 
career or career-conditiona] appoiqtmenL 

■ 

1 0. Crediting Plan. A set of ratiiig guides against which all eligible qualified 
pibmotionfll candidates is evaluated. 

M . Detail. A temporaiy assignment of an employee to a dxSatBt position tf set of 

duties for a qjecified period with no change in jay, wth the employ!* nrtunmiff to 
his/her regular duties al the end of the detail period. 

■ 

1 2. Evaluation Panel. Nonnally, up to five people ad hoc woridng ffwXR winch cairies 
out the evaluation process, appointed by the selecting official Tjwith HRO advicb ADDlies 
the appropriate Merit Prpmotion Evaluation Criteria. "kk" 

- ■ 

13. Excepted Service . An appointment or a position which the Office of Pttsonnel 
Management has exempted from the competitive service. (Examples are appoiolmeols of 
handicapped; stay-in-school ^ipointinent; cooperative educadon appointmoi^ etc.). 



1^- Full Perfoimance Level. Tliat level of work designated by management and 
established by the appUcation of thfr appropriate classification standard(5) which depicts 
the highest level of duties and responsibilities peifonned in a positian. 

I^- In-service Placement Q ualification Standard. An alternative method used to quali^ 
employees with competitive status for competitiye service positions based on special 
provisions for certain series in the 0PM Qualification Standards. 

3SS- Tlie process of systematically collecting, pzocessmg, analyzing, and 



mieipreimg mfonnation about a s^ 
job-rielated basis foir evaluatica aiul selectieo, 



1^- KnoWitKlge. Siaiis. Abilities tXSA's'i . iJiose knowledge, skills and abilities 
predeteimined by job analysis to be essential to successful job perfonnance which will be 
used to distinguish superior fiom barely acceptable candidates. 

* + 

18. Merit Promotion. Placement of employees in positions at a higher grade level, or 
with promotion potential to a higher grade level than that cunently held, based on a 
selecting ulUwal'a iisscssimait of appropriate knowledge, skills and aInlitiesL 



19- Non-sMropetitive Candidate, A candidate who is qualified for a specific 
position and either on the basis of prior conqietftiori or on exemption fiora tb 
requirement to compete may be referred to the selecting ofiicial withrait t^v 
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cbrnpetidon in the "laerit promotion'" process. (Examples would be reinstatement or 
transfer eligible, reassignm^it eligible; 30 percoit disabled veterans, etc). 

20. Non-status Applicant An applicant vdK> is not tmder a caieer or career-conditiQnal 
appointment or is not a leinstatemfiat eEgihle. 

I 

2L Perfonnance AppraisaL Tlie document that provides the annual, nud-^year or interim 
evaluation of the onployee^s petfonnance as measured against^ie critical elements; 
objectives; and stand^ds established for the position the enq>loyee occupies^ 

22, Promotion. The change cfan employee to a position at a higher grade level or, to a 
position with a higher rate of basic pay. 

23. PromotJon Potential, Employees in positions from whicli career promotians can be 
made. Tl)eseindude(I)positionsfiIledata.grade(orgrades)belowthjcest^ 
anlicipiacJ fall pcifbimanee giade Icvclj (2) aveor loddor posHioadi (3) tnunee p93ilious. 

. and (4) undersDidy positions. 

24J Quality Ranking Factor . KSA*s thsrt could be expwted to enhance significantiy 
perforaiance in a position^ but unlike selective factors, are not essmtial for satisfactoiy 
peifonnance. Applicants "^Ao possess 4ie quality ranking &ctor can be ranked above 
those wbo do not, hut no one can be rated ineligible solely ibr failure to possess a quali^ 
ranking iactor. 

25, ftcgister. A list ofeligible used to fill designated types of positions. 

' a, Tbe servidng civilian personnel office may maintain internal molt stafiSng 
registers v^diich arc used to place current Federal employees and/or reinstatement eligible. 
These registers inay be established from vacancy announcements, open oontinuoiis 
announcements; or vacancy listings. 

b. The Ofifioe of Personiiel NfanagementaiHl Delegated Examiruiig Units maintain 
registers which arc used for initial ^vpointments into ^ Federal Civil Service. Excqit in 
instances where direct-hiie authority has been authorized, these registers must be used to 
select non-status applicants. 

26, Reifistatemeflt The reemployment of (1) a former career employee (or career- 
conditional veteran's piefefence elipble) any time aAer s^aiaiion froni Federal 
employment, or (2) a former career conditional non-veteran within three (3) years after 
separation. 

27. Relative . Includes the specific relationships stat^ in 5 U.S,C. 31 10 (i.e., father, 
mother, son, daughter, brother, sister, uncle, aunt^ first cousiiu nephew^ niece, husband, 
wife, father-in*Iaw, mother-in-law, soii*in*law, daughter-in-law, hrother-in-l^p sister-in- 
law, step&ther, stepmother, stepson, stepdaughter, stepbrother, stepsister, half brother, or 
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system. 



28. Resuimx. A commercial off-thddiclf applicant lefenal softvrarc 

29. Selecting Official. Aiiin<Mvidudauthori2edtoniakea«kctfoBfiirA*™^^ 
posing bm may be a higher level official in the chain ofccn^^^^:^^ 

npJfHi?'*^^"?"'/!?^ J^^gd(ge,sfcilte,aiKl abides nctf<»niahied in the 
Om Qualifi«oo« St^dards that am so essemial for satjsfe 

particular posmon that thq. become part of the quaUficationiemS^^jJ^ , 
those outlined in the 0PM Qualifications Standids. SdecriwSSSi^ 
readily idcntiiiaWe fiom the poation description and aie defined by smmn^^ 

■ 

a. AbUity to speafc read and/or Tivrites a language other than English; 

' 

K *^<>wl«'.eeorabilityp«tainingtoac^ 
readily be acquired within 90 days aiter appoinlineiii; and "• '™™ "wae cannot 

■ 

c. Ability in a fimctional ai^ (for «campl% abiKiy to evali^te alteniaiive AD* 
systems^. , ■ '^*'*^ 

^ ^^S^l iS^P^?^ ^ ^ 'P*'""* of relocation active duly 
mdit«y membei^ Elisibihtyl^gms 3 days peceding their spouse's rdocatt^ 
acnvy 's commuting area. Additionally, these applicants aie noTbwind In^rf 
consideration requirements. j «•«•«« 

32^ STARRS . Standard Automated Inventoiy and Referral System designed to sUeamline 
die recruitment and lefe^I process by utiliang state^f.the-art infonnaSilalnSJS 

33. Sugmaiy RanidnB Factor. A summayiank^ 
promotional jaodidates into -l^rt-qualified'and "qualified"^ 



>^ t- '. 
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AFPENDECB 



SUBJECT: MERIT STACTING GRIEVANCE PROCESS 

■ E 

h 

1. PURPOSE. ToesUblishprotediiresforproCMsiiigiiifom>alorfijnnalgricvau»^ 
arisbg from qualifieatioDS ratiiifi under ihe Merit Promotioii Pipgram. 

2 DISCUSSION. Ranlangs assigned by tIk HRSC uuJej UwMait Pi^uuotioii Piogram 
iiiay be grieved by an mfoimal process and then Iv tt fonnal gri^ 
described UIow. Hwdongs oooigMd by the Artivily or the. HRO may he erievfid under 
the cuirent applicable HRO grievance procedures. Appeal adjudicators should check for 
the existence of memoiandum of imdeistandmg or negotiated agreements^ which mig^ 
contain different grievajaoe procedures. 

3, PROCEaDUHES. 

a. Infonnal Proces_s . The employee and/or the repiesentativB may present his/her 
concerns to the HRSC"Staffing Specialist/Assistant whomted the applicatioa. witfiin 15 
calendar days after receipt of the notice of ladng. Tliff employee must present the issue m 
writing and reference the announcement number for ttie positiod. The Staffing 
Specialist/Assistant will draft a response for the appropriate Code 53 Branch Manager. 
T^eCode 53 Bisnch Manager wm finalize the lesponse and forwirf it to the employee^ 

in writing, within 1 5 calendar days of receipt of the infonnal gpevanc& 

b Foimal Grievance. The employee and/or employee*s rq)resenlat«ve must serve 
HRSC Code 50. in writing, within 1 5 calendar days after receipt of the written response 
fiwn (3 a) above. The grievance must be dated and signed, contain sufficient di^ to 
identify and clariify the basis for the grievance, state the peisonal relief requested, and 
include copies of any documents in the employee's possession thai are relevant to the 
crievance. Code 53 will review al! available infomoation and prepare a wntten decision 
for Code 50's signature. Code SO*s decision awU be issued within 15 calendar days after 
receipt of the fonnal grievance. 

TV- n^^ sft Hee;<non constimtes Ae fiiwl decision on the enevance. 



TO PROMOTE CONSISTENCY IN THE PROCESSING OF THESE GRIEVANCE 
THE FOLLOWING STEPS SHALL BE FOLLOWED: 

■ 

The findings and recommendations of the reviewing staffing specialist/assistant sbaU 
recorded on a "Qualifications Review Reooid". Enclosure (1). ALL grievances shpul 
have a Qualifications Review Record fonn attached. 
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(1) Candidates are entitled to be shownAold the following in&nnation after 
conviction of ^^ 

the merit promotion actfonr ' 

(b) Who was selected. * 

(c)'nie evalu^on fectore (knowledge. ^Is and abilities needed for suocess&l 
performance in ^ positioa) used. ' •hbwsssiui 

(d)TTieir own ratings/scores on the evaluation factois (names of odier candidates 

* ' ■ ' 

pand membeis/bters must be deleted). 

■ ■■ ■ I ■ 

(2) A candidat* wbo files a ftnuil «« »v>ace Is enihled io see additiiinal 

mfonnation provided it is relevant to the i«sue(s) and is withih the oonsti^ 
FnvacyAct Examples of stich infoimation are: 

■ ' . ' ■ 

r 
- 

(a) Sanitized rating sheets on other candidates 

(b) Samuzed application foiins and supplemental questionnaires 
.(e) Sanitized supexviscxy appraisals 

4. The fdllQwing information will not be released: . 

■ ■ r 

a. Test material. 

b. "Internal Qualifications Guides" which supplement OPM Handbook; X-1 l«C or 
activity crediting plans which coi^y ox reference these guides. 

. ■ , ■ • ■ . 

^ c. Identifiable material on other candidates 6t any infonnaiion which woald be an 
invasion of privacy. 



f 

f 
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AGREEMENTS AND ACTIONS 
B-Codes Lunch 
31 March 2004- , 



1. 



Attendees: 


I ( ■ ■ 


SEA OOp 


, 1 

Mr Brown 


SEA 001 


Ms, Britton 


SEA OOL 


Ms. Kessmeier 


SEA 01 


Mr. Hernandez 


SEA 02 


None 


RFA 03 


None 

1 


SEA 04 

1 


Ms, Evans 


SEA 05 


None 


SEA 06 


None 


SEA 07 


Mr James 


SEA 10 


Ms. Flynn/Mr Humes/Mr McCafferty 


PEO Carriers 


Mr Persons 


PEO IWS 


Mr. Brown 


PEO LMW 


Mr Thomsen 


PEO SHIPS 


Mr Weyman/Mr Divens 


PEO SUB 


Mr McNamara 


NSWC 


Ms. O'Brien 


NUWC 


None 



a: The purpose of the B-Codes Lunch was to slate NPP members into available 



vacant positions and to establish the process to effectively place all remaining NPP members 
within 45 days. 

3, Results : The B-Codes reviewed the current listing of HQ/PEO vacancies and NPP 
members. Prior to the B-Codes Meeting, two additional NPP members were placed (one into 
an existing SEA10 vacancy and one external), leaving 35 NPP employees remaining to be 
placed, 33 of which are currently available for placement. The Command goat was reinforced 
to place at least 13 additional NPP members into continuing billets within 2 weeks, with the 
remaining 20 to be placed by mid-May 2004, 

a. The following agreements for immediate placement of NPP members were made: 

• SEA 07 agreed to restnjcture 2 existing vacant billets to place tvro GS-343 NPP 
members within 30 days. 

• PEO SUB agreed to restructure 1 existing vacant billet to place a GS-343 NPP 
member v^/ithin 30 days. 

• SEA 1 agreed to restructure 1 existing vacant billet to place a GS-201 NPP within 
two weeks. 

• SEA 04 agreed to select an NPP member by this Friday, 2 April, to fill a GS-12 
vacancy. 

• PEO IWS agreed to select an NPP member by this Friday, 2 April, to fill an existing 
GS-12 vacancy 
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. b, the following actions were agreed to in order to quickly place the remaining NPP 
members: 

(1) SEA 1 agreed to work with the Director of HRSC-NW to expedite the processing 
of recruitment certificates, including offering to pay overtime to expedite service* ' 

r ■ 

(2) By 7 April, each B-Code will personally review all current GS-13 (except 800 
series) and below vacancies in their Directorate/PEO/Staff Code and identify any billets that can" 
be restnjctured to the GS-12 or below level. Report results to SEA 107 (Bill McCafferty), 

(3) By 7 April, codes agreed to make selections for all GS-13 and below vacancies 
where certs have already been issued, 

I 

(4) A qualified NPP member will immediately be reassigned to fill any new vacant 
created as a result of an internal promotion to fill the vacancies in rtem 3 above, SEA 107 will 
recommend these reassignments in accordance with SEA OOB's Guidelines for StafTing 
Positions within HQ/PEOs which a^ consistent with Priority Placement rules, 

(5) Bs agreed that selections for all vacancies where certificates have not been issued 
will be made within 1 working days of receipt of cert. 

(6) By COB Monday, 5 April, SEA 107 will review all GS13 selections whteh have 
already been made and provide a list of any resulting GS-1 2 vacancies and report those results 
to B-codes. SEA 107 will also identify whether a selection was made with a lateral 
reassignment or an extemal selectim_ SEA 1 07 will track this type of data untij all JSIPP 
members have been placed, 

(7) By 5 April, SEA 1 07 agreed to identify all series that each member of the NPP 
would be eligible to be reassigned to. It is recognized that final qualification determinations 
would be based on the requirements of the specific position to be filled. In the 343 series, SEA 
107 will also identify those NPP members who have financial management expertise. 

4, Waivers : The B-codes agreed that selection waivers would no longer be required for jobs 
in the 0800 series (GS13 and above) and at all grades for 1102 and 1515 series positions. 
However, any extraordinary offers (such as those involving recruitment bonuses or proposed 
payment for executive qualifications) must be processed through SEA10 before a tentative job 
offer is made. 



5. Restatement of Policy on Accretion Promotions and Temporary Pfomotions : It was 

reiterated that the NAVSEA HQ/PEO policy is that we will not authorize accretion promotions or 
temporary promotions. In the one case where two temporary promotions were approved by a 
code working dii'ectly with HRSC-NW, the actions will be terminated immediately. 

6. Processing of Personnel Actions : Codes were reminded that all personnel actions 
involving recruitment, placement, pay and promotion must be forwarded to HRSC-NW through 
SEA 107. No codes may send such personnel actions directly to HRSC. 

7. Next B-Code Meeting : The BTET previously scheduled for Wednesday, 7 April, is 
cancelled. We will hold our next BTET the week of 12 April to review progress from actions 
identified above. Exact date and time will be provkted separately. 

//signed// 

B. Flynn 

2 
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